Middle managers tend to face physiological and psychological crises in their middle age. Part I proposes certain constructs to understand the psychodynamics of these crises and Part II provides empirical support to Part I. The dominant theme in Part I is the process of dying. Two models to cope with this inevitable but passing phase of life can be seen. Part II reports a study of 208 middle managers from 20 industrial organizations in the public sector. They emerge as moderate but not intense, mediocre, and fairly alienated with a deep sense of inefficacy and misanthropy. The paper concludes that by confronting the mid-life crisis in cognitive, affective, and connative planes simultaneously and integrating with it the concern for self and others, managers can give new meaning and richness to their lives.
Tennyson's Ulysses symbolized a spirit, "to seek, to strive, to find, and not to yield." Do Indian managers have the same spirit? Do they have the same quite confidence in themselves? Are they characterized by an intense self-respect which is not the prestige for oneself sought through comparative and evaluative status differentiation but in the sensitive awareness of one's qualities-adequacies as well as inadequaciesin the context of one's existential identity, reinforced by a continuous effort to value, maintain, and improve upon them? Time and again, Ulysses converted the environment as a challenge and as an opportunity. The joy was not confined to the narrow limits of where he reached but in the broad expanse of his journeys. Do the managers also derive the same pleasure in their journeys through organizations? Do they take the organizational environment as an impediment or convert them as an opportunity for finding expressions of their true self?
Most of the middle managers enter organizations with an elitist background. They have good education and excellent life chances, broadening their horizon of becoming. Throbbing life emerges in colour and splendour, through schools and colleges, partly in reality and partly in dream. Suddenly, the young man is confronted with a career choice (see Erikson, 1959 , for the relationship between this dream and career choice). This, however, does not come to him as a real constraint a restriction of the possibilities of his becoming. It comes to him as a Vikalpa, Vol. 2, No. 2, April 1977 challenge, the kind of challenge Ulysses found in the unchartered oceans before him. The career lures the youth with power and achievement. It provides him with the first taste of occupational potency, his elixir of life. The young man becomes the middle-aged. Does the Odyssey still continue?
These are some of the questions which we like to discuss in this paper. The psychology of Indian middle-aged managers has not been studied in depth. In his survey of the contemporary researches on organizational behaviour, Sinha (1977) emphasized the need for such studies. Kakar(1974) contributed a few assumptions and hypotheses gleaned from his own experiences. We propose to add a little more by combining some of our insights which we present in Part I with the findings from empirical data which is presented in Part II.
I
During the last decade the Indian public sector has developed not only certain characteristics but also has acquired a character of its own. It is neither a photocopy of the private sector nor the imitation of a pure governmental organization. Initially started with the structure, sanctions, and controls obtainable in a bureaucracy, the public sector industries have outgrown the stage of dependent infancy. Technological and economic considerations, multiplicity of objectives, and public accountability are some of the forces in the organizational dynamics that have moulded the public sector to its present shape. An added force is the emergence of a professional management cadre which does not enjoy the tradition of the private sector. It does not like to follow the norms of the government administrative system as the content and the context of work are different. The managers are to explore and establish a new identity, a new role, and new norms, values, and processes to sustain and promote them. In this perspective, the role of the middle managers is significant. Public sector, with its continued thrust on growth, with its newly emerging management cadre which is comparatively free from obligatory traditions and customs, provides at least notionally an unlimited opportunity. Herein lies the Odyssey of our Ulyssesthe middle level managers.
In analysing the mutual relations between the psychodynamics of middle age and organizational roles, Kakar has observed that to many managers the mid-life comes as a crisis when they are confronted with deep psychological problems. One of the most common events is career failure with a growing awareness of finiteness of life. Other problems, according to him, are career success leading to bitterness and depression, loss of sponsor, and strain between generations with the reverse oedipus complex. He has proposed that only through a radical selfconfrontation can the middle-aged executive make his unique contribution to the organization. As Kakar has himself stated that these propositions are hard to define and harder to defend, one can provide newer points of view by examining them. One may argue that a major source of bitterness and depression in the middle age is the very fact of pursuing a specific occupation fulfilling the role expectations emerging out of that occupation, irrespective of failures or successes encountered in the process. It is unrealistic to assume that the most of the middle-aged managers do meet with failure and that" .. .the organizations try to hide the fact of their middle-aged employees' inadequacy" (Kakar, p. 33). The manager's loss of freedom, his being confined to the narrow rut of a specific occupation, the loss of emotional overtones in his aspirations and dreams, the gradual loss of passion and youthful buoyancy, his awareness for the first time in his life of the gradual reduction of his physical abilities in an irreversible way, the onset of degenerative diseases (and through these his first meaningful glance at death), his realization that the ascending
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Vikalpa path has reached its summit and what remains is the descent to the valley of death-all these may generate a sudden shock, a depression which in its turn may lead to bitterness and failure in career. This failure is a resultant function and in itself may not be an antecedent cause. "Whether his (the new entrant in an organization) attempts will succeed or he will get disillusioned is an independent issue, and would hinge upon the extent of good fit between his psychological makeup and the demands of the organization" (Sinha, p. 1). This may be true to a large extent but is not a function of interaction of these two sets of variables alone. The psychological makeup, the affective, cognitive, and connative stances of the individual moulded through long years of his socialization are relatively stable, yet not static. He maintains his poise through the normal confrontations in life. But the awareness of degeneration and death may have a powerful impact on the psychodynamics of the individual. It may evoke primal emotions of existential loneliness and despair where the external reality assumes different meaning, changing both the figure and the ground in the perception of elements that construct his life. The concepts of success and failure in the career, motivation and alienation, and satisfaction and dissatisfaction in the organizational roles seek new definitions congruent with the concurrent reality of life. In understanding primal anxiety, it may be profitable to consider Crosby's (1967) reformulation of Otto Rank's basic proposition that primal anxiety is constituted by a "life fear" and a "death fear," the former being the fear of having to live as an isolated individual whereas the latter is the "anxiety at going backward, losing individuality." Conflicts, psychological disturbances, and consequent restructuring of the transactional world are likely to occur when these two fears are not kept in balance.
The process of dying starts in the middle age and extends over years till it terminates in death. It is a slow, gradual, and continuous process and one may get accustomed to it. One knows all the time that man is but mortal. Its real meaning is subjectively internalized and its ideographic significance is personally realized only in the middle age. In the first confrontations, reactions may be very divergent. Some are paralysed and frozen by fear, some pretend not to care, some leave it to nature, and a few overcome the unstructured inevitability. The way this basic issue is confronted determines the subsequent life stance of the individual.
The psychodynamics of dying is so complex that definitive statements are difficult to make. On the other hand, its generic nature pervades not only the lives of managers but everybody else. To understand the dynamics of dying may well be beyond the scope of any empirical study. If not, it demands at least a series of studies with sensitive protocols. In its absence, the statements we have made are an attempt to articulate certain assumptions culled out from professional experience in dealing with middleaged managers. The relevance of these assumptions lies in the fact that the issue of dying and the concomitant coping strategy are the crucial events in the middle age and these cannot be ignored and bypassed.
We may posit another assumption. It seems that the urge to fight and achieve is dissipated in the middle age. This phenomenon gives rise to a syndrome characterized by passivity, acceptance of one's position with finality, and surrender with a sense of unfairness. There is a gradual erosion of efficacy in organizational roles (Pareek, 19776) . The managers may feel that their organizational roles are more peripheral than central. There is more of powerlessness, hopelessness, normlessness, and anomie. Their jobs offer them less and less opportunities to utilize their knowledge, skills, and talents. Behaviourally, they become more and more prone to be involved in compliance and problem avoidance. Their interpersonal relationships in Vol. 2, No. 2, April 1977 the organization become marked with isolation, irritation, diffused anger, and hostility. They feel suffocated and stagnated. In their overall life stance, they lose the sense of superordination. An inertia gradually grips them.
A research team working under the auspices of the Gerontological Society investigated the work life of middle-aged people. "They regarded the work career of a person as a resultant of the interaction of the personality of individual and the pressures for change or stability in the work situation" (Havighurst, p. 602). It seems that the self-direction of Indian managers becomes low in their middle age and they find the situational constraint also low. In such a situation, according to the paradigm developed by Havighurst, the individuals will follow a routine career. They would prefer to stay on where they are. Their preference for home towns as work place may be considered symptomatic.
In the context of the organizational role of middle level executives, Kakar has reemphasized the value of the concept of lokasamgraha, world maintenance. In the Gita, it has been advocated that "Thou shouldst do works also with a view to the maintenance of the world" (lokasamgraham eva api sampasyan kartum arhasi; Radhakrishnan, p. 139, italics ours). Of specific interest is the word a/so (eva api) which suggests that it is not lokasamgraha in isolation but in conjunction with something else. In his commentary on lokasamgraha, Radhakrishnan states that it "stands for the unity of the world, the interconnectedness of society" (p. 139). Elsewhere, he states that "The ignorant perform action for self-purification (atma suddhyartham) and the wise perform action for the maintenance of the world (lokasamgrahartham)" (p. 162). Lokasamgraha is a goal, it provides a sense of direction. When Kakar comments that lokasamgraha in the management context is "the unique contribution and privilege of the middle-aged executive who has successfully surmounted his mid-life crisis," it seems that he implies lokasamgraha as a subsequential occupation. Cannot the middle manager overcome his mid-life crises with lokasamgrahal The answer is perhaps provided by the concept atmavantam, "who possesses his self. While he does work for others, he remains his own self. In eager pursuit of the good of others he does not lose hold on the self" (Radhakrishnan, p. 173). This concept takes care of the use of the word also (eva api) mentioned above. This combination, the search for identity within and owning one's self on the one hand and extending oneself with the concern for others in the organization on the other, may assist the middle executive in his self-renewal. In the context of organizational psychology, this may be considered as a synthesis between Maslovian need hierarchy, particularly the need for self-actualization, and the need for self-expansion which comes close to Pareek's concept of "extension motivation."
The synthesized thrust does not automatically emerge in the executive's connative world. It seems to be a function of executive maturity. The model of executive maturity, slightly modified by Pareek(1977a) from McClelland's(1976) earlier proposition, consists of four stages; clienthood, self-discipline, assertion and control, and institution building. The fourth stage is characterized, we think, by the heightened synthesis of the executive's concern for self and others, where he can become atmavantam and practise lokasamgraha in his action world. Pareek (1977a) contends that "The last stage is where the self, more or less, disappears __ " Perhaps the self never disappears, it becomes integrated with the pursuit of an exalting superordination in life, where living is for the self and others, not through negation of any but by positive acceptance of both. The movement through the stages is not guaranteed and is not concomitant to ageing. There may be fixation. The process of growth through the different
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Vikalpa stages may be arrested. In this context, it may be hypothesized that while a minority of middleaged executives move on to the fourth stage and engage themselves in institution building activity, the majority do not reach there. Instead of moving forward, they have a tendency to maintain status quo or even move backwards. Their concern for others and self becomes characterized by denial and negation. Often, they tend to engage themselves in the costly games of annihilation in the organization.
To cope with the situation, the executive, compelled by the primal forces of sheer survival, develops an elaborate system of defence mechanism. These defence strategies generally do not lead him to self-confrontation, or the assessment of realities surrounding his life, or dealing with the root causes of his crises. Instead, they help him to create a make-belief world of fantasy and to evade the real issues at stake.
Some of these defence strategies may be (a) compartmentalization of life; (b) according priority to family roles over organizational roles; (c) expending more time and psychic energy on family roles; and (d) performing fewer roles, particularly repeating the role which provided maximum satisfaction in the past family life and becoming a prisoner of that role. The individual becomes busy in developing a new network of belief system supporting his action world to reduce his cognitive dissonance. Within the organization, he gets entangled with the factor of job context though he passively pines for better job content. He gradually develops alienation and misanthropy with the corresponding loss of the sense of efficacy. It is unlikely that, in India, there will be strain between the older men and the younger colleagues in the organization as Kakar has suggested though it is natural to expect strains as the threat of inadequacy experienced by the older people is real. But the "envy, rivalry, and anger of the older men" could only be there in the organizational life provided the older executive has profound value on the acquisition of talents, knowledge, and skill, on keeping himself abreast of the latest developments: in short, on his professionalism.
With his defence mechanism, the middle level executive develops a world view which deals with the sociology of work life and not the professional quality of his job. The emphasis is on relationship, on how to get along in the organization on job context and not on the quality of work, and also not on the standard and excellence achieved in competition with others. Often, this mood of non-competition diffuses the conflict.
In the foregoing paragraphs, we have shown a broad perspective of the psychodynamics of middle managers in the middle age. Many of the assumptions may not be amenable directly to empirical study. An attempt has been made here to explore empirically a few of the elements associated with the construct. The variables are: alienation, efficacy, misanthropy, personality, role perception, values and work motivation of the managers, and their perception of the organizational climate in the public sector industries. The objectives of the study were to (a) determine the status of the middle manager in each of these variables, and (b) determine the nature and extent of association amongst some of these variables.
Method
Sample: The study was conducted in three phases on three sample groups. For operational reasons we could not keep the sample size constant. Group A contained 16 middle level managers; Group B, 32 managers; and Group C, 160 managers. The samples in Groups A and B were drawn from four organizations, and in Group C from 16 organizations. The age range was kept as 38-42 years with the mean at 40 years. Middle level was operationally defined
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as two to three levels below the managing director or the chief executive. The samples were drawn at random.
Instruments: The following instruments were used in this study. Data Collection: The first two groups were interviewed. Besides collecting data with these instruments, open-ended interviews were conducted in depth for understanding the life profile of the managers. The areas covered in these interviews were the perception of life, roles and their priorities, responsibilities, hopes and aspirations, fears and apprehensions, perceptions of organization as a work place, managers' relationships in the organization, organizational life goal, mutuality of contribution between the organization and the individual, and emotional linkage with the organization. Death and dying were the issues which were included subtly in the interviews. The purpose of these interviews, we decided beforehand, was not to substantiate empirically one idea or the other which should be done by a comprehensive indepth study, but to infuse a degree of objectivity in our assumptions and to interconnect these assumptions for developing a coherent pattern. Most of the assumptions in Part I have been derived from these interviews.
Results
The perception of occupational role is given in Table 1 . The factor scores on efficiency and work morality are very high, and comparatively lower scores are noted for ease and future perspective. This means that the respondents consider themselves very efficient and possessing high standard of work morality. In a crosscultural study of personal values of managers, England et al. (1974) found the Indian managers to possess "high degree of moralistic orientation;" they also "value a blend of organizational compliance and organizational competence." To comprehend the picture, both sides need to be taken into account : high sense of efficiency and competence on the one hand, and a sense of uneasiness and lack of future perspective on the other. This constitutes a polarity and may reflect what we posited earlier as acceptance of the job with a sense of unfairness and injustice. One may suspect that the coping mechanism in such a case will be surrender and passivity whereas managers in the US and Japan, a highly pragmatic lot as postulated by England et al., will perhaps show a different style.
The study of self-concept of the managers shows that in the scale range of +3 to -3, their overall position is 0.78. The score suggests that their own identity of themselves is neither highly positive nor negative. It is characterized by a sense of mediocrity. The data were further analysed and the scales yielded four factors; these are presented in Table 2 , In the order of priority, the factors were conformity, tough-mindedness, normalcy, and tenseness.
The concept of work motivation (Agrawal, 1973) had six factors. Mean scores of these factors are presented in Table 3 . It may be seen that the motivational level of the middle manager is neither high nor low.
Next, we studied the variables alienation, inefficacy, and misanthropy in the second phase. The results are shown in Table 4 and misanthropy are a little below the midpoint of scale values, whereas the mean score of inefficacy is fairly above the midpoint. The median scores also correspond closely to the mean score.
The data indicate that the middle managers are already gripped with alienation, inefficacy, and misanthropy. The organizational climate questionnaire was administered to the same sample. We were interested in probing the affective undertone of the respondents in relating themselves to their work organizations. Two responses were elicited to each question on the basis of the existential and normative stances of the respondent, viz., "how it is now" and "how I would like it to be".
Taylor and Bowers (1972) have formulated six indexes for organizational climate variables. The mean differences between the stances for each one of the indexes are given in Table 5 . The table shows that the expectations of the middle managers from the organizations are slightly higher than what the organizations are on those indexes. The organizations are slightly less positive than what they like them to be. Considering that it is only natural to fix one's normative stance higher than the existential stance, the low but almost uniform difference in all six indexes may also indicate complacence. As a group they do not feel that there is much scope for improvement. The issue here is not their individual job satisfaction but their sense of involvement, or lack of it, in the organization.
The interrelationship between alienation, inefficacy, and misanthropy, and the six indexes of organizational climate are given in Table 6 . The intercorrelations between alienation, inefficacy, and misanthropy are positive but too low to be significant. The r values amongst the six indexes of organizational climate (cols. 4 to 8) are positive, high, and statistically significant at one per cent level. The correlations indicate that alienation, inefficacy, and misanthropy are distinctly separate concepts. But the six indexes of organizational climate show a great deal of homogeneity amongst themselves (one may compare this table with Table 32 of Taylor and  Bowers) . Two issues are involved here. Either the Taylor and Bowers instrument has a low discriminatory power, or the "eye of the beholder" makes no discrimination between the properties of the organization that are being measured, or both. If it can be granted that the Taylor and Bowers instrument is sensitive, it is implied that the middle managers' perception of the organization is conditioned by a strong and overbearing core factor.
The relationship of alienation, inefficacy, and misanthropy with the six indexes can be observed in the same table (col. 1, row 4 to col. 3, row 9). Of the 18 r values, 16 are negative. Higher the score in alienation, inefficacy, and misanthropy, more negative is the perception of organizational climate and vice versa. The fairly high scores for alienation, inefficacy, and misanthropy ( Table 4 ) may imply that the managers will perceive their work environment negatively. The relationship between alienation and organizational climate is characterized by low, non-significant values. This is in the expected direction. Alienation by definition is characterized by lack of relationship, indifference, and consequently compartmentalization of private and professional lives within the organization. What happens within the organization, whether good or bad, does not stir the managers any longer. The data show statistically significant relationships-all negative-between inefficacy, misanthropy, and organizational climate. Higher the sense of loss of potency and power and of lack of concern for fellow human beings, more unfavourable is the perception of organizational climate. Conversely, a more favourable perception of organizational climate has to do with the employees having a sense of importance, influence, and power, and their ability to be instrumental in helping others grow and develop.
To gain more insight into the respondents'
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perception of the organization in terms of needs, the scope of the study was broadened in the third phase by increasing the sample size (160) and the number of organizations (16) . The respondents were asked to rank seven needs. They were also asked to state the order of priority the organizations would accord to those needs. Mean ranks of each of these needs from their own point of view and from the point of view of the organizations as anticipated by them, and the differences are presented in Table 7 .
From the point of view of the middle level managers, recognition has the highest importance; this is also the area where there is the highest discrepancy. The managers also think that the organizations accord the highest importance to security and the discrepancy here is the second largest. From the data, three needs -recognition, advancement, and challenge-can be grouped as highly important for the manager in his middle age. Money, security, and status can be grouped as a lower order need. Interestingly, managers view autonomy as the lowest order need for which the lowest discrepancy is recorded. From the managers' point of view, it perhaps symbolizes Eric Fromme's notion of "escape from freedom." The intercorrelations between the perceived needs of the managers indicate that recognition, their highest expressed need, is significantly associated with advancement and advancement with challenge. Autonomy is also related to recognition, advancement, and challenge. On the other hand, security, money, and status are interrelated. It will be interesting to note that money has no relationship with other needs. Status is also not related to recognition, advancement, and challenge. Broadly speaking, the seven needs can be divided into two parts: (a) recognition, advancement, challenge, and autonomy, and (b) security, status, and money. The intercorrelations between the first category of needs are presented in Figure 1 . The discrepancy scores of each need were correlated with the other six needs. These are presented in Table 9 . It shows that all but two coefficients of correlations (between security and recognition, and between security and challenge) are statistically significant. The intercorrelation pattern shows a great deal of homogeneity. It may suggest that the difference between the manager's own ranking of the need and his estimate of the rank accorded to it by the organization will not be restricted to that discrepancy alone; it may also affect other discrepancies. If a manager's need system undergoes a profound change and the organization is not flexible to pay attention to these changes, or at least if he believes so, discrepancies will emerge and will permeate through the entire need system. The end result is likely to be bitterness and frustration, dissociation and detachment, instead of involvement and commitment. The major findings are reiterated below.
*
The perceived role of the middle manager is to work with high sense of efficiency and work morality, feel ing of uneasiness, and low prospect in future. *
The self-image is that of a mediocre person. The managers are moderately conformists, quite tense, somewhat normal, and slightly tenderminded. * The managers' work motivation is of moderate inten sity, neither high nor low, in six factors: dependence, organizational orientation, workgroup relations, psy chological incentives, material incentives, and job situation. * The managers are alienated. * The sense of inefficacy is quite deep. *
The managers have developed a fair degree of misanthropy and a lack of concern for others. * Organizational climate is not what the middle managers like it to be. The differences between the existing and normative states are not high in each of the six indexes of organizational climate. * Alienation, inefficacy, and misanthropy are three different concepts. They are positively correlated but are not statistically significant. * The six indexes of organizational climate showed a great deal of homogeneity, suggesting a strong core factor which influences the managers to obliterate any discrimination amongst the indexes. * Alienation has no association with organizational climate. If at all there is any, it tends to be more often negative.
742 Vikalpa * Inefficacy has consistently negative relationships, which are statistically significant with all indexes of organization climate. * Misanthropy, similarly, has consistently negative and statistically significant relationship with organizational climate. * The middle managers view that recognition is their prime need; at the same time, they feel that the organization thinks the need to be security. * To the middle managers, recognition, advancement, challenge, and autonomy constitute a high priority cluster.
* Money, status, and security form a low priority cluster. The present findings can be seen in the light of trends emerging from the study made by Roy and Raza (1974) on needs and motivations in Indian industry. They found promotion as the most important dissatisfier as well as incentive to the middle managers. We also found that the middle managers are concerned about future prospects. Recognition also emerges as the most important factor in the present study. Another trend observed was that wages and security, though most important to rank and file workers,
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consistently appear at the bottom of the hierarchy of importance (Padaki and Dholke, 1970; Bhattacharyya, 1972; Laxmi Narain, 1971 ; and Singhal and Upadhyaya, 1972) in the case of Indian managers and supervisors who attach greater importance to higher order needs (Laxmi Narain, 1971; Haire et al., 1966) . In a study of 114 Indian managers, Haire et al. (1966) found the scores of need fulfillment in the following order: security 5.67, social 4.50, esteem 4.72, autonomy 4.46. and self-actualization 4.67. The most basic need, "security, is seen as relatively more highly fulfilled compared to higher order or less basic needs...." They also observed that "...there is a rather small difference in the degree of fulfillment from one need to the next" Sinha(1974) commented that "...security is more or less granted in these firms and does not possess salience for the executives." In his Study, the order of priority was comforts, ego, selfdevelopment, and affiliation. England el al. (1974) found the following order of preference: job satisfaction, achievement creativity, success, dignity, prestige, security, individuality, autonomy, money, power, influence, and leisure. We also found that recognition, advancement, challenge, and autonomy are ranked higher and money, security, and status are ranked lower by the middle managers. Our study shows an obvious preference by the middle managers for job content factors to job context factors, higher order needs to lower order needs. Like the Haire study, we also found the differences in the priority of many needs to be rather small. In analysing the crisis in middle management, Kay (1974) has identified several causes of dissatisfaction: inadequate salary, insecurity of job, lack of authority (which includes uncertain authority, lack of contingent authority, and feeling constrained in exerting authority over other managers), loss of career flexibility, and managerial obsolescence. On personal level, they are likely to have a sense of inadequacy resulting in alcoholism and unhappy family lives. Their styles of management lead to tension.
The experience has been somewhat similar with public sector middle managers in India. Mehta (1976 a) found a tendency towards misanthropism among these managers. He found strong relationship between work climate, dissatisfaction, misanthropism, and political alienation. "The climate of dissatisfaction was indicative of organizational alienation and a feeling of being an outsider." In another study, Mehta (1976 b) found that the managers were alienated and powerless. They felt insecure and showed resent ment. He concludes that they wanted to par ticipate in the process of decision-making. In a study among middle managers in hospitals, Agrawal and Jain (1976) found that the perception of organizational climate indicated an emphasis on rigid bureaucratic practices. The middle level managers in hospitals tended to foster task-oriented leadership. * The question is whether these observations help us to understand the middle age crisis in the middle level managers and support some of the contentions presented earlier. We find that the middle executives value work morality and not pragmatism. The value of work morality is essentially derived from the manager's world view which, we suspect, is likely to undergo a drastic change in the mid-life. His sense of efficiency is tied up with compliance and routinity and husbanding the resources. His concern is limited to efficiency and does not include effectiveness which requires, inter alia, imagination, creativity, and the urge to experiment. We have already indicated that a combination of forces like values of work morality and efficiency with a sense of uneasiness and a feeling of having no prospect in future may lead one to subsist gloomily on the job. When mere survival is the goal, the organism withers and dies. The same principle is applicable in the case of the middle managers also. Self-concept of the middle managers reinforces their perception of occupational role. Their conformism, tendermindedness, normalcy, and tenseness add to the syndrome. Their conformism and tendermindedness may fit well with their work morality, and conformism and normalcy may determine their level of efficiency, but the syndrome is not conducive to achievement. This leads to mediocrity. The data on work motivation bring out this picture of mediocrity in sharpness. The managers exhibit a moderate degree of dependence rather than independence or interdependence. With a moderate emphasis on organizational orientations, workgroup relations, material incentives, and job situations, they are more involved with job context than job content. This, however, carries a price. In a 15-year long study, the single strongest predictor of longevity was found to be work satisfaction. The second best predictor was a person's overall satisfaction with his life. These factors together may account for as much as 75 per cent of the risk factors associated with heart attacks. The other 25 per cent are accounted for by heredity, cholesterol level.
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Vikalpa blood pressure, smoking, lack of exercise, and other physical factors (Schultz, 1974) . The implication is clear. Satisfaction with work and life as a whole tends to be suddenly low in the middle age of the middle managers resulting in physical and psychological problems. Our findings on motivation and alienation, two inversely related variables, are mutually supportive of each other. Low motivation in organizational role, combined with alienation, is likely to be instrumental in compartmentalizing life and according priority to family roles over organizational roles.
Lokasamgraha cannot emanate from misanthropy and alienation. The latter variables can also lead to negativism and cynicism. It takes a person away from others, very often the self too, and not towards them. To practise lokasamgraha effectively, one has to reverse the process of misanthropy and alienation. The fair degree of misanthropy and alienation observed in the middle managers is a significant indication of the mid-life crisis.
We mentioned the need for becoming atmavantam by integrating self-actualization with selfexpansion. This emerges from positive self-image, high self-respect, and a high sense of mature power. The trend suggested by the data, however, is likely to produce the opposite effect. This leads to destruction and annihilation of the self and may be of others. This is how dying starts, figuratively and literally, and our Ulysses should comprehend what is happening.
Conclusion
The choice is, therefore, between being and non-being, between living, and dying. "The passage through the middle years," writes Schultz (1974) , "involves a realization of loss, difficult to accept but irreversible. It is also a time of critical self-examination into the worth of one's life, and of a new awareness of the inevitability of death." To cope with this mid-life crisis effectively, a pro-activist stance in life is necessary.
This will require a person to confront his life in three planes: cognitive, affective, and connative. The cognitive plane deals with his knowledge and understanding about his life. To meet this crisis, he should know that it is but a passing phase of life unless he himself perpetuates it with a kind of masochistic orientation. This is not unique to him; many, if not all, experience this crisis. But they employ different styles to overcome it. One's later life is tremendously influenced by the style he chooses now. This crisis serves a useful purpose in that it prepares the person to meet the next phase of life. It requires him to redefine his identity with greater perceptiveness and maturity and extricate himself from the bondage of fantasy and dreams, within and without his own self.
In the affective plane, he has to deal with emotions. One is often seen preoccupied with feelings at the surface level. Effective coping lies in one's sensitivity locating the source of his feelings and dealing with them at that source level.
Not by knowledge, not by emotions and desires alone can the person overcome the crisis. In the connative plane, his action system requires a radical change. In the middle age, the tendency observed is to give up, resign mentally, and postpone actions. He thus enters a vicious circle of inaction, aggravating the crisis. At this stage, his action system requires to be readjusted to do things which he really wants to do, to make full use of the autonomy the organization provides him, and to push the limits with initiative and gusto. Instead of being preoccupied with trivia, he can activate institutionbuilding at his level in the organization with a superordinate life goal.
Confrontation in these three planes also requires the identification of the polarities which are the self and others in the organization, and the world outside. If the polarities are recognized in each plane, one can start integrating them. In his role enrichment, in his self-expansion and
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concern for others, he may find a new meaning in life.
The public sector organizations should also help the middle managers in overcoming the crises. After all, the life modes of the executives have been conditioned by the culture of the organization. The quality of work life, autonomy, and role enrichment should be the legitimate concern of the organization. It is too costly to treat the middle managers as organizational "pawns" and non-persons. If the individual's concern for others and the social objectives for which the public sector exists can be blended with the help of self-renewal experiences, he can still have another voyage. After all, Ulysses never dies in a morass. •Range +3 to -3. * Range +3 to -3. * Range +1 to -5.
sr Table 4 Mean Scores on Alienation, Inefficacy, and Misanthropy 
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